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The purpose of this study was to analyze the influence of the work environment 
towards turnover intention of 4-star hotel employees in Padang City. This type of 
research is quantitative descriptive with a causal associative approach. The 
population in this study was 796 people consisting of all 4-star hotel employees in 
Padang City. The sample is 251 people using proportional random sampling 
technique. The data analysis technique used is simple linear regression analysis. 
The results of the study show that F counts with sig. 0,000 <0,05, then the work 
environment variable has a significant influence on employee turnover intention. 
Next, R Square is 0.309. This means that the work environment affects employee 
turnover intention by 30.9% and the rest is influenced by other factors such as 
salary, work stress, job satisfaction. Regression coefficient value if Y = a + bX = 
17,713 + 0.744 X means that every increase of 1 unit of work environment will 
increase 0.744 employee turnover unit intention of 4-star hotel in Padang City. 
Keywords:  work environment, turn over intention, employee. 
 
I. INTRODUCTION 
1.1 BACKGROUND   
The progress of the development of the business world is currently 
experiencing a very rapid increase compared to the previous era, this can be seen in 
terms of the company's contribution to the Indonesian economy. In facing world 
competition, each company must have a special way so that the company's existence 
will run smoothly and the company's goals can be maximally achieved, especially 
managing the human resources of the company. 
Padang City is one of the tourist destinations that are considered to be 
growing and developing rapidly, moreover the city is improving to develop its 
tourism industry, as seen from the many events held by the city government. The 
city government of Padang expects that with all its potential it can be an attraction 
for tourists to visit and ultimately can improve the economy of this city. In carrying 
out tourism activities, tourists need accommodation that will support tourist 
activities. Lodging is one of the accommodations needed by tourists in carrying out 
their activities, but not only services from lodging that tourists need, but other 
supporting services also affect the needs of tourists. So lodging that provides other 
services to support tourist travel is also needed, one of the accommodations is the 
Hotel. 
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Hotels have become an important requirement for people when visiting an 
area or a country as a place to rest. The hospitality business is not only for lodging 
activities but also for restaurant services, conventions, meeting packages. 
According to the Republic of Indonesia Minister of Tourism and Creative Economy 
Regulation No. 2 of 2014 Article 1, hotels are providing accommodation in the form 
of rooms in a building that can be equipped with food and drink services, 
entertainment activities and other facilities on a daily basis in order to obtain profits. 
HR management is an important activity in an organization. Organizations 
need to regulate HR to achieve goals effectively, by always doing with always 
making investments to receive, select, and retain potential HR so as not to have an 
impact on the movement of employees (Anis et al., 2003). 
In fact, managing HR for a company is not an easy thing to do, many HR 
management problems are found in practice. One of the problems that often occur 
in a company is related to turnover or the level of entry and exit of employees in a 
company, this problem can continuously cause new problems called turnover 
intention or the tendency of employees to go in and out of the company. 
Saeed, et al (2014), said that turnover intention is a serious thing that is 
currently happening, where employees are interested in leaving organizations or 
organizations interested in firing their employees. Turnover by employees 
voluntarily is when employees are intent on planning to leave the organization or 
company to choose the best alternative path for their future. While turnover is 
voluntary, that is, when the organization or company is not satisfied with the 
employee's turnover intention and decides to dismiss it. 
There is an opinion that the employee turnover ratio of a company is beyond 
the tolerance limit when it reaches 10% or more within one year. According to 
Roseman (1981), one of them is, if the annual turnover in a company reaches 10%, 
then the company's turnover category can be said to be high. The following are data 
on employee turnover conditions at 4-star hotels in the city of Padang as follows: 
 















Source : Human Resources Department of  4 Stars Hotel, Padang, Januari 2018 
 
From Table 1 above it is found that the turnover rate in 4-star hotels in the 
city of Padang is high because it exceeds 10%. The percentage categorized as a low 
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turnover rate is only 2 hotels from 7 4-star hotels in Padang, namely the Grand Inna 
Padang Hotel and the Pangeran Beach Hotel. Whereas the other 6 hotels have high 
turnover rates exceeding 10%. 
The relatively high annual turnover rate is a case where companies find it 
difficult to develop employee retention programs. Retention program according to 
Mathis (2006), is a program that is owned by the company to maintain potential 
employees owned by the company to remain loyal to the company. The purpose of 
the company is to retain employees who are considered quality from the company 
at the will of the employees themselves. 
The following factors are mentioned by (Pasewark and Strawser (1996) in 
(Toly, 2001) as determinants of turnover intention one of which is job satisfaction 
and also influenced by financial compensation and work environment. Financial 
compensation and work environment as factors that influence satisfaction work and 
also have a direct effect on turnover intention. 
The purpose of this study was to analyze the influence of the work 
environment on the turnover intention of 4-star hotel employees in Padang City. 
 
1.3 Research Problems: 
Based on the background and limitations of the problems that the researchers have 
mentioned above, the formulation of the problem of this research is:  
a. Does the work environment influence the employee’s turnover intention of 
4-star hotel 
 
1.2 Research Purposes 
The specific purposes of this research are: 
a. For identifying the contribution of work environment toward employee’s 
turnover intention of 4 Star hotels in Padang City 
 
 
II. LITERATURE REVIEW 
Turnover Intention 
 to Saeed et al (2014), turnover intention is a situation where employees of 
an organization have a plan to leave work, or a condition in which the organization 
has a plan to terminate employment with employees. In another opinion, Siregar 
(2006: 214) turnover intention is, "the tendency or intention of the employee to stop 
working from his job voluntarily according to his own choice". Robbins (2006) 
defines turnover as the termination of employees who are permanent from the 
company whether done by the employee itself or by the company. 
Turnover intention in the opinion of one expert, Mobley (2002: 44): "an 
important phenomenon of organizational life". Booth and Hamer (2007) argue that, 
turnover intention is the worst impact of the inability of an organization in 
managing an individual's behavior so that individuals feel they have the intention 
to move to a high job. Thus, according to severe experts above can be concluded 
that the notion of turnover intention is a phenomenon or condition of members of 
an organization that has a plan to leave members of the organization to move to 
other organizations on the wishes of the individual itself, or the conditions in which 
the organization intends to end the relationship work with these members because 
the organization feels dissatisfied with the performance of its members ". 
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According to Chen and Francesco (1978) in Widodo (2010), indicators of 
turnover intention measurement consist of: 1) thoughts to leave, 2) desire to find 
another job, 3) desire to leave the organization. 
From the above opinion it can be concluded that employee performance in 
research is a phenomenon or condition of members of an organization that has plans 
to leave members of the organization to move to other organizations on the wishes 
of the individual itself in this study for 4-star hotel employees in Padang City. 
 
Work Environment 
Sedarmayanti (2011) reveals the work environment is the entire tooling 
equipment and materials faced, the surrounding environment where a person works, 
work methods, and work arrangements both as individuals and as a group. The same 
thing is also expressed by Nitisemito (1996) who defines the work environment as 
everything that exists around workers who can influence themselves in carrying out 
their assigned tasks. Therefore, the determination and creation of a good work 
environment will determine the success of achieving organizational goals. 
A work environment is a place where someone does his work activities 
every day. A conducive work environment, allows one to work more optimally. 
Sims and Kroeck (1994) in Rego & Cunha (2008) states that the determinants of 
individual performance in organizations are individual factors and environmental 
factors, they also explain that someone chooses to work in an organization / 
company with a work climate that is suitable for his desires.  
A comfortable work environment for employees can increase morale and 
encourage better performance and employees stay afloat. Sedarmayanti (2011) 
states that broadly speaking, the type of work environment is divided into 2, namely 
the physical work environment and the non-physical work environment. 
Based on the above theory it can be concluded that the work environment is 
everything that exists around the workers who can influence themselves in carrying 




III. RESEARCH METHOD 
  
3.1 Type of Research 
This research was conducted with quantitative descriptive with associative 
causal approaches.  
3.2. Research Respondents: 
In this study the population was 796 people consisting of all 4-star hotel 
employees in the city of Padang, with the determination of the sample based on the 
type of probability sampling used was proportional random sampling. to the opinion 
of Slovin (Umar, 2011: 78) at 5%. from the calculation results obtained a sample of 
251 people. 
 
3.3. The technique of Collecting Data  
The types and sources of data in this study use primary data and secondary 
data. Data collection techniques in this study were carried out through 
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questionnaires and documentation. The instrument in this study was to use a 
questionnaire with a Likert scale. Before the questionnaire was used, the validity 
test and the real test were first carried out. The data analysis technique in this study 
uses simple linear regression analysis. 
 
3.4. Technique of Analyzing Data   
The data analysis technique in this study uses simple linear regression 
analysis. Before using a simple linear regression analysis a prerequisite test was 
carried out, namely the test for normality, homogeneity and linearity. From the 
normality test, the data is normally distributed. Then the homogeneity test obtained 
results that the data originated from populations that have the same variance or 
homogeneous data. And the linearity test obtained results that linear data. From the 
results of the test it meets the requirements to use simple linear regression analysis. 
 
 
IV. THE FINDINGS AND DISCUSSION 
Before using a simple linear regression analysis a prerequisite test was 
carried out, namely the test for normality, homogeneity and linearity. From the 
normality test, the data is normally distributed. Then the homogeneity test obtained 
results that the data originated from populations that have the same variance or 
homogeneous data. And the linearity test obtained results that linear data. From the 
results of the test it meets the requirements to use simple linear regression analysis. 
The hypothesis testing in this study used a simple linear regression technique with 
the help of the SPSS 23.00 program. The following are the results of hypothesis 
testing in this study. 
 
Table 2. Coefficient of Determination 










1 ,556a ,309 ,307 3,86557 
 
 KP = r2 x 100% = 0,309 x 100%  
R square = 0.309, meaning that the contribution or influence of the work 
environment variable on the employee turnover intention of 4-star hotels in Padang 
City is 30.9%, while 69.1% is determined by other factors. 
 
The value of F counts 111,548 with sig. 0,000 <0,05, meaning that the work 
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,744 ,070 ,556 10,562 ,000 
a. Dependent Variable: Y 
 
 
 From Table 5 above the regression equation is obtained as follows: 
  Y = a +bX = 15.713 + 0,744 X 
Based on the table above, it is obtained a constant value (a) of 15,713, this 
number means that if there is no work environment (X), the value of the employee's 
consistent turnover intention (Y) is 15,713. Then the regression coefficient value 
(b) is obtained at 0.744, this number means that every 1% increase in environmental 





The Effect of Work Environment on Employee Turnover Intention in 4-Star 
Hotels in the City of Padang 
 
The work environment has a positive effect on the employee turnover 
intention of 4-star Hotels in Padang City with a regression coefficient of 0.744, this 
means that if there is an increase in the value of the work environment by one unit 
it will improve employee turnover by 0.744 units and vice versa. Then it can be said 
that the better the non-physical and physical work environment that is felt by the 
individual, the better it will be the more comfortable the employee works so that 
turnover intention is also getting better which means there is a decrease in turnover 
rate. This means that the work environment has a significant effect on the turnover 
intention of 4-star hotel employees in the city of Padang, because a bad working 
environment will increase the desire of employees to leave. 
The results of the study also showed the contribution of work environment 
variables to the turnover intention of 4-star Hotel employees in the City of Padang, 
which amounted to 30.9%. So a conducive work environment will improve the 
turnover intention of 4-star Hotel employees in Padang City. 
This research is in accordance with Andi Caezar To Tadampali's research, 
et al. 2016 about the Effect of Organizational Climate on Turnover Intention 
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Through Job Satisfaction As Intervening Variables in PT Bank SULSELBAR 
which states that turnover intention is influenced by the work environment. 
 
 
V. CONCLUSION AND SUGGESTION 
 
5.1 CONCLUSION 
 Based on the results of the study, the conclusions that can be taken care that 
there is significant influence between the work environment on the turnover 
intention of 4-star hotel employees in the city of Padang. A conducive work 
environment will improve the turnover intention of 4-star hotel employees in 
Padang City. 
 
5.2 SUGGESTIONS  
Based on the results of the study, then there are some suggestions that the 
authors submit to hotel management to improve the turnover rate, as follows: 
Always build a conducive work environment through emphasis on goals in a way: 
a. Creating a harmonious non-physical work environment. 
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